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Letter to Lieutenant General Richard D. Lawrence, USA 


All of the above nominees are cleared to receive TOP SECRET 
25X1 information, and we have initiated action to obtai 

Our Office of Se curity will forward certification 
25X1 directly to you. 

Please forward all information and instructions for all 
of our nominees in covering envelopes addressed to the Executive 
25X1 Secretary, CIA Training Selection Board, Washington, D.C. 20505. 

We appreciate the opportunity to nominate four candidates 
from the Agency for the National War College and one candidate 
for the Industi^ial College of the Armed Forces to attend the 
courses commencing 5 August 1985. We have qualified candidates 
standing by shou ld othe r spaces become available to us in the 
25X1 next few months. | | 

Sincerely , 

25X1 I 


Chairman 
CIA Training Selection Board 

Distribution : 

Orig - Addressee 
1 - ER 
1 - DA/STO 
1 - DI/STO 
1 - DO/STO 
1 - DS^T/STO 

1 - CCS/OSB 

2 - DTE 

5 - OTE/TSD/ETB 
1 

3 

25X1 ES-TSB 


OTE/Regis try 
ES-TSR 


C24Jan85) 



of clearances 
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! • -EXECUTIVE SECRETARIAT 

ROUTINGSUP 




ACTION 

INFO 

DATE 

INITIAL 

1 

DCI 





2 

DOCI 


X 



3 

EXDIR 





4 

D/ICS 





5 

DDI 





6 

DDA 





7 

DDO 





8 

DDS&T 





9 

Chm/NIC 





10 

GC 





11 

IG 





12 

Compt 





13 

D/Pors 





14 

D/OLL 





15 

D/PAO 





16 

SA/IA 





17 

AO/DCI 





18 

C/lPD/OIS 





19 

n/OTF 

_ X 




20 






21 






22 



’ 




SUSPENSE C 28 Feb 85 


R*morki#l9: Ref Attached sent to you on 17 
Oct. This Is a corrected copy to read: For 
appropriate action and please clear list of , 
candidates, selected by TSB/OT I 
prior to forwarding to the Nai 
iJalversI ty 


STAT 
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DEPARTMENT OF DEFENSE 

NATIONAL DEFENSE UNIVERSITY 
WASHINGTON. O.C. 20319 

October 12, 1984 


Personnel Emd Administration Division 


Executive Registry 
84 - 9463 

' ' -4 


Honorable William J. Casey 
Director 

Central Intelligence Agency 
Washington, D.C. 20505 

Dear Mr. Casey: 

Each year the National Defense University extends invitations to agencies 
outside Department of Defense to nominate candidates to attend the courses at 
both the National War College and the Industrial College of the Armed 
Forces. This year it is a pleasure to invite you to nominate four candidates 
for the National War College and one candidate for the Industrial College of 
the Armed Forces to attend the courses commencing August 5, 1985. 

The U.S. Office of Personnel Management has agreed that completion of the 
10-month resident course at the National War College and the Industrial 
College of the Armed Forces exempts participation in the Executive Development 
Seminar and enables civilian employees to be certified as managerially 
qualified for a Senior Executive Service Appointment. A copy of the Office of 
Personnel Management letter dated July 18, 1984 addressing this exemption is 
enclosed. To assist you in the selection of candidates, I have enclosed an 
extract from the Department of Defense instruction which establishes the 
criteria for selecting Department of Defense civilian employees as students. 

A key part of the learning process at the National Defense University is 
the exchange of ideas, knowledge, and experiences among the military and 
civilian students who represent a variety of agencies and functional 
activities. It is especially Important that each nominee considered is a 
career executive who can be expected to continue in Government Service and 
attain future positions of high responsibility. 

To insure that students are identified and curriculum established, there 
are two critical dates: nominations must be received not later than March 15, 
1985; and each nominee must have a final TOP SECRET clearance and have 
initiated a Department of Energy "Q" clearance and a Special Background 
Investigation or equivalent for access to SCI not later than May 1, 1985. We 
also request that each nominee furnish a copy of his/her personal history. 

Please feel free to have your staff contact my Registrar at 693-8623 if 
they have any administrative questions. 


r-iio 

vf' ill 
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- 2 - 

I am confident that the participation of your personnel in our program 
will be mutually beneficial. 


Respectfully, 



Lieutenant General, U. S. Army 
President 


Enclosures 
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Federal Personnel Manual System 

FPM Letter 412-4 

SUBJECT; Executive, Management, and Supervisory Development 

PPM Letters 920-2, -3, -7, -9, -11, -12, -13, and -15.- 
are auperseded. 

Heads- ot Depanmenis and Independent Establishments 


Pubiis^ivd in advanr* 

()! incniDOid'if''. ir fPv 

Chapter 412 
RETAIN UNTIL SUPERSEDED 


Washinpion. D C 20-:- 
July le, 1954 


t' 

1. Since the paatage of the Civil Service Reform Act of 1978, many FPM letters 
mod bulletins perulnlng to executive end management development have been Issued. 
A separate FPM chapter devoted solely to supervisory development has also been 
Issued. To clarify end consolidate the past FPM Issuances on executive and manage- 
ment development, as well as to reflect the natural progression from supervisory 
development through managerial and executive development, 0PM has produced a new 
FPM Chapter 412 on Executive, Management, and Supervisory Development. 

2. The purpose of this letter Is to transmit the revised chapter and to clarify 
which FPM bulletins and letters regarding executive and management development are 
obsolete (see attachment 1). This letter also rescinds FPM Chapter 411 on Super- 
visory Development. 

3. The new chapter emphasizes how esubllshlng a systematic process for developing 
executives, managers, and supervisors Is Important to the goal of achieving the 
■ost effective and efficient Government possible. In developing the new chapter, 
provisions were Included to either Incorporate or address the Grace Commission's 
recommendations on training and development services. 

4. There are technically no major policy changes, but rather a refocusing to make 
0PM’ s guidance clearer and more cohesive. There Is no change to Part 412 of 
title 5, Code of Federal Regulations. 

5 . Previous FPM Issuances had required SES Candidate Development Program partici- 
pants to attend 0PM' s Executive Development Seminar unless specifically exempted. 
The new chapter requires participants to attend a current, formal, interagency, 
executive-level training experience approve'* by 0PM. The Executive Development 
Seminar is only one of several programs that now nay be used to satisfy this re- 
quirement. Attachment 2 contains the complete list of programs currently approved 
by 0PM. 

6. Changes In the provisions for SES Candidate Development Programs nay have an 
effect on current program participants (principally In the areas of exemptions to 
the requirement for attending the Executive Development Seminar and of length of 
certification following completion of the program). In such Instances, current 


Inquiries; Office of Training and Development, Workforce Effectiveness and 
Development Group (202) 254-7086 

412 - Executive Development 

Distribution; FPM 
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FPN Utur 412>4 (2) 


progrca partlclptnti havt th» option of coaplying with oithtr tho prowloutly litued requirements or 
the BOW nqulroMau. lodielduels enuring • SCS Candida u Davalopaant Program fol lotting the 
affaetlaa 4au of this latur nuat eoaply with tha naw raqulranantt. 

7. A eepy of the new ehapur la atuehad (atuehaant 3). 

^ 

Donald J. Dawlne 
Director 


Attaehaanu 
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attachment I to r?M Letter 412-4 


This PPM letter supersedes several PPM letters in the 920 series (Senior Executive Service). 
thr«e previous FPH letters In the 412 series were superseded by other Issuances la the past. To 
avoid even the slightest chance for confusion, this attaclwent lists all obsolete or superseded 
(from whatever eource) PPM letters and bulletins In both the 920 end 412 series having to do solely 
with executive, Mnagement, end supervisory develop<«ent. 


PPM Letttr Subject 


920-2 

920-3 

920-6 

920-7 

920-9 

920-11 

920-12 

920-13 

920-15 


Monitoring Executive and Management Program Plans 
Merit Staffing for SES Candidate Developisent Programs 

Crlurla for Exceptions to Attendance at 0PM’ a Executive Development 3emln=ir 
Olscootlnuenca of Advance Qualification Review Board Certification for tha 
SES baaed on Deoonetrated Executive Experience 
Requirements for Qualification Review Board Review of Oraduates of SES 

Candidate Deavelopment Programs ,qjo 

Monitoring Executive and Management Development Programs Plans FY 
Criteria for Exceptions to Completion of OPM’s Executive Development Seminar 
Continuing Development of Senior Executives 
Management Development 


412-1 Suldellnes for Executive Development in the Federal Service 

412-2 Executive and Management Development 

412-3 Selecting Participants for Executive Development Programs 


PPM Bnlletln Subject 


92D-41 


SES Candidate Development Programs 


412-1 

412-2 

412-3 

412-4 

412-5 


Report of Executive and Management Development Activities 
Proposed Regulations on Executive Development 
Reloeetlon of Berkeley Executive Seminar Center 
Pinal Regulations on Executive and Management Development 
Executive and Manafjemeot Development 
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\ttich«€nt 2 to FPM Letter A 1 2- 4 


Subsection 3*2b(2) of the new FPM Chapter 412 requires participants in a SCS Candidate Development 
Program to participate In a current, formal, Interagency, SKeeutive-level training eKparlencs 
approved by 0PH« The training experiences currently approved by OPH are: 

~ the Executive Development Seminar offered by OPH, 

~ the regular program of the National War College, 

the regular program of the Industrial College of the Armed Forces, 

~ the Contemporary Executive Development seminar at the George Washington 
University, 

— the Key Executive Program at the American University, 

~ the I3^eek Senior Executive Fellovs Program at Harvard University's 
Kennedy School of Government, and 

— the 7-tfeek Senior Executive Education Program of OPH* s Federal Executive 
Institute (but only when prior written agreement has been made with the 
Institute staff that the program Is to satisfy the requirement of 
subsection 3*-'2b(2))» 
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Att-ichment 3 to F?^ Letter il2-4 (3) 


FP:i CiiXPTc'rt '4 12 

SUBCKAPTER 1. EXECUTIVE, MANAv^.E-iE'^T, ASD SUPERVISJ^IV DEVELOP’-IENT f^OLlCIES 
!-!• Executive, Hanmgement, and Supervisory (E-M-»S) Development * 

Throughout the Federal goveromea t, serving the public Interest requires .nana 3 e‘nent excellence 
~ managerial behavior that results in the successful Inplernen ta tlon of agency policies and pro< 5 rams. 
Executives, managers, and supervisors constitute the management team in Federal agencies. Main- 
taining the quality and efficiency of Federal programs depends on the responsiveness of an agency's 
management team, since its members direct the agency's employees uho administer those programs. 
Achieving and sustaining management excellence within a management team requires that an agency 
ensure appropriate levels of expertise among its managers through management development, which 
recognizes that the competencies required of successful managers are generally distinctive and may 
not have been acquired in the circumstances of a specialized career or technical occupation. 

a. Purpose of Development . E-M-S development is a systematic process whereby executives, 
oianagers, and supervisors achieve management excellence by mastering the competencies that will 
allow their organizations to improve effectiveness and efficiency while responding flexibly to new 
demands. The development of executives, managers, and supervisors is not a remedial process but a 
positive strategy to increase excellence in government. 

b. Management as a Profession . The vast majority of managerial positions are filled by men 
and women selected because of technical qualifications demonstrated in a specialized profession or 
career field. The nature of aianagerial competencies, however, establishes management as a distinct 
second profession for which the technical competencies of the first profession become collateral. 
The managerial role must be prepared for with careful deliberation and analysis. Recognition of 
the need for additional preparation in this ** second career” is the basis for the required proba- 
tionary period for newly appointed supervisors and managers in the competitive service, and the 
requirements to develop members of and candidates for the Senior Executive Service (SES). 

1-2. Legal and Regulatory Basis . 

Policy and practice In the area of E-M-S development are grounded In a synthesis of three 
separate but complementary areas of statute and regulation concerning training, probationary periods, 
and management development. 

a. Executive, Management, and Supervisory Training . 5 USC 4103 requires agency heads to 
establish training programs to incrsase economy and efficiency In the operation of the agency and 
to raise the standards of employees' performance of their official duties to the maximum possible 
level of proficiency. Mora specifically, 5 CFR §410.201 requires agencies to review short- and 
long-term training program needs by occupations, organizations, or other appropriate groups. An 
agency's management team of its executives, managers, and supervisors represents one such group or 
occupation for whom these standards of performance and training needs must be addressed. 
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Acuchment 3 to FP;i Letter 412-4 (4) 


Probation ary Period for Supervisors and Managere In the Competitive Service . With the eln 
of providing for good administration of the Federal government, 5 USC 3321 establishes a mandate 
for a period of probation before Initial appointment as a supervisor or manager In the competitive 
service becomes final. 0PM takes this to mean that agencies have an obligation to consider the 
competencies and possible development needs of newly appointed supervisors end managers during this 
trial period. 

«• Hanagement Development . Under 5 USC 3393(c)(2) end 3396, agencies with SES positions must 
establish programs for the development of candidates for and Incumbent members of the SES; 5 USC 3397 
authorises 0PM to prescribe regulatory guidance for these programs. Under 5 USC 4118, 0PM has the 
responsibility to Issue regulations containing the principles, standards, and related requirements 
for agency training programs. Consistent with these statutory authorities end obligations, 5 CFR 
Part 412 requires agencies to establish executive and management development programs to Identify 
end address the development needs of their management teams, and provides criteria for those 
programs. 

1-3. Program Coverage and Definitions . 

To define the target groups for E-M-S development programs adequately, two sets of criteria 
should be considered: one Is baaed on the level of managenent responsibilities end the other on 
categories of managers st esch level. 

** Level of Management . Managers at different organisational levels are designated es execu- 
■enagers, and supervisors, consistent with other uses of those terms by 0PM. Distinctions 
between levels are made most clearly In terms of differences In the subsUnce of Jobs at each 
That Is, at higher levels. Job duties end requirements change In scope and breadth end not 

Ln their Intensity or technical subject matter. Thus, If a person moves from supervising 
three people to supervising thirty, but the Job still requires only s narrow focus on Immediate 
work unit production, the person Is still considered a supervisor. 

(1) Criteria for defining executive positions are set forth In 5 USC 3132(a)(2). The 
duties and responsibilities of such positions must be classifiable above the GS/GM-15 
level. 

(2) Hanegerlal and supervisory positions are defined In eccordance with the Supervisory 
Grade-Evaluatlw Guide published by OPH. Those definitions can also be lound In 
subchapter 9 of FPM Chapter 315, "Probation on Initial Appointment to a Supervisory 
or Managerial Position." 

CaUgorles of Managers . For any level of management, three groups of people can be Iden- 
tified who may have different development requirements: 

(1) Incumbent executives, managers, and supervisors; 

(2) Recently selected executives, managers, end supervisors (l.e., those for whom the 
nature of their new position Is substantially different, as described above); and 

(3) Individuals with the potential to become executives, managers, and supervisors when 
vacancies occur. 

c. Target Groups . By differentiating target groups using these criteria (and other relevant, 
agency-specific criteria), agencies can define development needs more appropriately. The needs of 
the new supervisor can be distinguished from those of an incumbent supervisor or a new manager. 
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Att-<chment 3 to r?i Letter ^12-4 (3) 


fP:i 412 

SUBCHAPTER 1. EXECUTIVE, XANAGEiE'JT, ASD SUPERVISORY DEVELJ?‘1E>IT 'POLICIES 
1-1 , Executive, Management » and Supervisory Development * 

Throushout the Federal goverameat, serving the public Interest requires inenaje-oent excellence 
— managerial behavior that results In the successful InpleJiieatatlon of agency policies ind programs. 
Executives, managers, and supervisors constitute the management team In Federal agencies. Main- 
taining the quality and efficiency of Federal programs depends on the responsiveness of an agency’s 
management team, since Its members direct the agency's employees rfho administer those programs. 
Achieving and sustaining management excellence within a management team requires that an agency 
ensure appropriate levels of expertise .among Its managers through management development, which 
recognizes that the competencies required of successful managers are generally distinctive and may 
not have been acquired in the circumstances of a specialized career or technical occupation. 

a. Purpose of Development . E—.M»3 development Is a systematic process whereby executives, 
managers, and supervisors achieve management excellence by mastering the competencies that will 
allow their organizations to Improve effectiveness and efficiency while responding flexibly to new 
demands. The development of executives, managers, and supervisors Is not a remedial process but a 
positive strategy to increase excellence In government. 

b. Management as a Profession . The vast majority of managerial positions are filled by men 
and women selected because of technical qualifications demonstrated in a specialized profession or 
career field. The nature of managerial competencies, however, establishes management as a distinct 
second profession for which the technical competencies of the first profession become collateral. 
The managerial role must be prepared for with careful deliberation and analysis. Recognition of 
the need for additional preparation In this “second career Is the basis for the required proba- 
tionary period for newly appointed supervisors and managers in the competitive service, and the 
requirements to develop members of and candidates for the Senior Executive Service (SES). 

1-2. Legal and Regulatory Basis . 

Policy and practice In the area -of E-M-S development are grounded in a synthesis of three 
separate but complementary areas of statute and regulation concerning training, probationary periods, 
and management development. 

a. Executive, Management, and Supervisory Training . 5 USC 4103 requires agency heads to 
establish training programs to Increase economy and efficiency In the operation of the agency and 
to raise the standards of employees’ performance of their official duties to the maximum possible 
level of proficiency. More specifically, 5 CFR 5410.201 requires agencies to review short- and 
long-term training program needs by occupations, organizations, or other appropriate groups. An 
agency's management team of Its executives, managers, and supervisors represents one such group or 
occupation for whom these standards of performance and training needs must be addressed. 


Sanitized Copy Approved for Release 2009/12/01 : CIA-RDP87M00539R003205220001-4 



Sanitized Copy Approved for Release 2009/12/01 : CIA-RDP87M00539R003205220001-4 


Atuchm«nt 3 to FP;i Letter 412-*; (4) 


£LO>atlonary Period f or Supervisors and Manegere In the Competitive Service . With the elm 
of providing for good admlnlstretloa of the Federal government, S USC 3321 eaubliehea a mandate 
for a period of probation before Initial appointment as a aupervlaor or manager In the competitive 
aarvlca becomes final. 0PM takes this to mean that agendas have an obligation to consider the 
competencies and possible development needs of newly appointed supervisors and managers during this 
trial period. 

Development. Under 5 USC 3393(c)(2) and 3396, agencies with SES positions must 
establish programs for the development of candidates for and Incumbent members of the SES; 5 USC 3397 
autborlxca 0PM to prescribe regulatory guidance for thaaa programs. Under 5 USC 4118, 0PM has the 
rmspooslblllty to Issue regulations conulnlng the principles, sunderds, end releUd requirements 
for egency training programs. Consistent with these statutory authorities and obligations, 5 CFR 
Pert 412 requires agencies to establish executive and management davalopment programs to Identify 

end address the development needs of their management teems, end provides criteria for those 
programs. 

Program Covaraga and Definitions . 

To define the target groups for E-M-S development programs adequately, two nets of criteria 
should be considered: one Is baaed on the level of managemant reaponslbllitiea and the other on 
eetegorles of managers at each level. 

•* of Managemant. Managers at different organisational levels are designated as execu- 

tives, managers, end aupervlaors, consistent with other uses of those terms by 0PM. Distinctions 
between levels ere made most clearly In terms of differences In the substance of Jobs et each 
level. That is, at higher levels, Job duties end requirements change in scope end breadth end not 
Just in their Intensity or Uchnlcal subject natter. Thus, if e person moves from supervising 
three people to supervising thirty, but the Job atlll requires only e narrow focus on Immediate 
work unit production, the peraon Is still conslderad a auparvlsor. 

(1) Criteria for defining executive positions are set forth In 5 USC 3132(a)(2). The 
duties and responsibilities of such positions must be classifiable above the 6S/SN-1S 

XttVftXe 

(2) Managerial and supervisory positions are defined In accordance with the Supervisory 

Grade-Eval uation guide published by 0PM. Those definitions can also ^ found in 
Bubchaptar 9 of FPM Chapter 315, "Probation on Initial Appointment to e Supervisory 
or Managerial Position." ' 

^tegorles of Managara. For any level of management, three groups of people can be Iden- 
tified who may have different development requirements: 

(1) Incumbent executives, managers, and suparvlsors; 

(2) Recently selected executives, managers, end aupervlaors (l.e., those for whom the 
nature of their new position Is substantially different, as described above); and 

(3) Individuals with the potential to bacoma exacutlvea, managers, and supervisors when 
vacancies occurs 

c. Target Croups. By differentiating Urget groups using these criteria (and other relevant, 
agency-specific criteria), agencies can define development needs more appropriately. The needs of 
the new supervisor can be distinguished from those of an Incumbent supervisor or a new manager. 
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Attachment 3 to FPM Letter 412-*; (5; 


E-M-S development programs can then be tailored to Increase their accuracy and impact. Figure ! 
depicts these management levels and types of people and shows how career progression occurs across 
the management levels. 


Figure 1. 


THE FEDERAL MANAGEMENT TEAM: 

TARGET GROUPS FO?. DEVELOPMENT, 
RECRUITMENT SOURCES, AND CAREER PATHS 
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THE FEDERAL MANAGEMENT TEAM 

SUSrtVISORS MANAGERS EXECUTIVES 



— 1 

1 

< 



ICHNICAI 
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NOTE: Each arrow represents input to the levels on the management team; width 
of the arrow indicates relative frequency from each recruitment source. 


1-4 . Agency Roles . 

Agencies must take the Initiative to ensure their own management excellence. At a mlnimuri, 
they should design and administer effective E-M-S development programs that confom to the specifi- 
cations outlined in section 2-1, using 0PM services and assistance as needed* Beyond that, however, 
agencies should foster management excellence by establishing an environment where it is expected, 
developed, recognised, and rewarded. 

1-5 • 0PM Role . 

OPH* s role is to provide leadership and direction to Federal agencies as they move to ensure 
management excellence within their management teams. This leadership involves setting policy and 
offering guidance for the development of executives, managers, and supervisors, while monitoring 
the Federal government's progress toward achieving management excellence. 0PM will fulfill this 
role In partnership with the agencies by making a full range of services available for use as 
needed (see section 2-2). 
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Attactaeat 3 to FPM Letter 412- 4 (6) 


SUBCHAPTER 2. E-M-S DEVELOPMENT PROGRAM REQUIREMENTS 
2-1. General Requirements . 

Agency E-M-S developaent programs must: 

a. Define E-H-S positions as part of a distinct second profession with competency require- 
ments beyond those of a specialized occupational field. 

b. Issue a statement of the agency's policies and strategies for achieving the management 
excellence goal that best addresses the special features of the egency's mission and personnel 
needs et all organizational levels. This policy statement should be the primary vehicle for com- 
municating the agency head's commitment to the "second profession" concept, and the funding and 
staff levels needed to meet that goal. 

c. Ensure that the development progran(s) for executives, managers, and supervisors are 
closely coordinated to provide consistency, build on a common competency base, and minimize overlap 
end unnecessary costs. Since Executive Resources Boards (ERB's) have specific operating responsi- 
bilities under 5 CFR 1412.107 for agency executive end management development programs, they will 
be the declslon-maklng bodies that can assure this requirement Is met through their strategic man- 
agement of a cohesive development system for an agency's total management team. 

d. Assess Individual and agency development needs for executives, managers, and supervisors 
In terms of the competencies and characteristics required at each managerial level for the success- 
ful Implementation of policies and program Initiatives. 

e. Recognize the special Importance of Identifying and meeting Individual development needs 
mg m person makes critical career transitions to become a new supervisor, new manager, or new 
executive; and establish meeting those needs as an agency priority. 

f. Include both Initial and continuing development of executives, managers, and supervisors. 

g. Identify and plan for both short- and long-term agency management development needs using 
projected workforce requirements and potential changes In agency mission and goals. 

h. Consider a variety of developmental approaches and strategies (formal training, mentoring, 
coaching, rotational assignments, special work projects, long-term education and training programs, 
etc.) In determining the beat and most economical isethod of fulfilling Individual development 

needs. 

1. Operate In a manner that ensures their full Integration with the agency's other personnel 
management programs and sysums, such as recruitment, selection, compensation, performance manage- 
ment, affirmative employment, position management, and forecasting managerial resource needs. 

j. Establish an evaluation system to assess both program and Individual success In terms of 
agency-developed criteria that address program cost, program Impact on organizational and individ- 
ual performance, and the extent to which other personnel subsystems are affected and strengthened. 
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AtUchmant 1 to F?M Uttor 412- 4 (7) 


2*2* 0PM Loaderthip Retponslblli ties and Strvlces # 

To carry out its obllgatloas under statute, OPH is responsible for providing the following 
guidance and assistance: 

a* Designing an E-M-S development approach that pemlts tailoring systems and programs to 
specific agency and individual needs, while still ensuring that the overall E-M-S development needs 
of the Federal government are met. 

b. Providing technical advice and assisunce to agencies on how their needs and 0PM' s expec- 
tations can be met. 

Cm Developing and maintaining a competency-baaed model of effective performance for Federal 
execatives, managers, and supervisors. 

d. Providing methods and services for the systematic assessment of E-M-S development 
needs for agencies, groups, and individuals. 

e« Developing and maintaining a nationwide, competency-based curriculum for Federal execu- 
tives, managers, and supervisors. 

f. Conducting ongoing developmental efforts with agencies to identify and promote new manage- 
ment techniques and practices and to incorporate these into E-H-S development. 

g. Monitoring the performance of agency E-N-S development programs. 

h. Sharing information with agencies on the results of OPH and other agency efforts to 
achieve management excellence in government. 

i. Providing regulatory and FPM guidance as appropriate. 

2-3 « Program Monitoring and Evaluation . 

The best interests of the Federal government, as well as specific provisions of statute 
(3 use 3396(b)) and regulation (3 CFR 1412.105), require that OPH and the agencies work together 
to evaluate the benefits and costs of the E-M-5 development programs in Federal agencies. 

•• Agency Requirements . Specifically, agencies are required to: 

(1) Maintain adequate documentation of program efforts and costs to demonstrate that 0PM 
and agency E-M-S development policies are being implemented; and 

(2) Submit program information to OPH as requested to assist in government-wide evalua- 
tion efforts. 

b. 0PM Responsibilities . 

(1) 0PM will analyze Federal E-H-S development program trends and accomplishments using 
available dau base systems, results of periodic onsite agency reviews, and feedback 
from agencies received as part of E-M-S development program assistance. The results 
of these analyses will be shared with agencies and form the basis for 0PM policy, 
leadership initiatives, and requirements that may be established to assure the 
development of management excellence in government. 

(2) OPH will continue to work with agencies to implement the requirements of 3 CFR 
Part 412 on executive and management development. 
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SUBCHAPTER 3. SPECIFIC E-M-S DEVELOPMENT PROGRAMS AND PROVISIONS 

3-1, Development Programs for Specific Management Levels and Career Transitions , 

By designing E-M-S development progrems according to the principles and requirements outlined 
in this ehaptert agencies will produce coherent« integrated systems that identify and address 
development needs throughout their management teams with activities tailored to appropriate sub- 
groups within those teams. Such subgroups are already identified to same degree by specific provi- 
sions in law and regulation. Examples of these subgroups and some or their relevant program and 
development considerations are listed below. 

a. Supervisors . Consistent with 5 CFR 1410.201(a)(3) agencies should consider supervisors 
as a group and project their short- and long-term training program needs. 

(1) For new first-line supervisors, particular attention should be paid to developing 
appropriate management competencies and characteristics for this initial stage of 
their -second career-. Primarily, this involves basic supervisory skills, and 
effective communication and interpersonal relations. In addition, however, an 
understanding of the Federal management role in general and how individual managers 
contribute to achieving management excellence provides an important frame of refer- 
ence for their new career. 

(2) Incumbent supervisors should maintain those specific technical or professional 
competencies that continue to play a major role in their effectiveness on the job. 
Beyond this, longer- tenured supervisors should develop advanced skills in guiding 
and monitoring subordinates,' including leadership skills in taking actions to direct 
their work units toward achieving results. Also, they should- stay current with 
government— wide Initiatives that Improve basic administrative and resource manage- 
ment systems. 

b. Managers . 5 CFR §412. 103(a)(3) and $412. 107(e) require agencies to establish either open 
management development systems or selective management development systems (or both) for Incumbent 
n^oagers and specialists identified as having management potential at grades GS/GM— 13 through 15. 
To further progress toward affirmative employment goals, agencies may include employees at the 
GS-12 level. Under 5 CFR §412. 107(a), agency ERB's provide the overall planning and management of 
these programs. 

(1) New managers will need development aimed at providing that increment of management 
competencies and characteristics their broader job responsibilities require. They 
need a clear understanding of their more direct role in implementing national poli- 
cies and programs and Its relation to supervisory and executive behavior. They must 
reinterpret and adjust their existing skills and attributes to meet the demands of 
this new role. Some new areas of competency must be acquired, especially in func- 
tions like planning and evaluation, and this management level often requires new 
competencies for managing resources effectively under various central management 
agency policies and programs. Finally, attributes like tenacity, flexibility, ini- 
tiative, and vision must be cultivated and applied in new settings. 

(2) Incumbent managers will need to keep abreast of technological changes and relevant 
policy and program initiatives. Those who make career transitions within this level 
(e.g., from staff to line positions or field to headquarters locations) will need to 
assess the requirements of their new positions and develop new skills or broaden 
their existing skills further. Senior managers, too, need updating and advanced 
practice in the behavior that has supported their management excellence In the past. 

(3) Management candidates who have never held a supervisory position, i.e., specialists 
identified as having management potential, may need opportunities to assess and 
develop their basic supervisory skills. 
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c. Executives . The law is clearest on esubllshlng agencies’ obligation to provHe systeo- 
atlc development for and within the SES. The responsibility for developing SES members Is shared 

by the individual executives and their agency ERB's. 

(1) Incumbent SES Members, (a) S OSC 3396(a) and 5 CFR 1412. 103(e)(1) require ngencUs 
to establish programs for the continuing development of SES members. Tne most 
effective executive performance combines highly developed management competencies an! 
characteristics with an up-to-date appreciation of the environment In which those 
skills can be applied to serve the national Interest. That environment is a highly 
complex world of consUnt change. Executives must be knowledgeable about such areas 
at: tachnologlcal daveiopnantSt new legislation, Innovative manage^nent practices, 
and current policy and program Initiatives. The SES Individual development plan 
(IDP) can serve as the primary tool for ensuring executives maintain currency In 
appro pr la te areas e 

(b) Agency programs must Include the preparetlon, Implementation, and regular 
updating of en IDP for each SES member. The IDP requirement may be met by appending 
a brief listing of developmental objectives end specific proposed developmental 
activities to each senior executive’s annual performance plan. An elaborate paper- 
work system Is not needed. The IDP should focus on assessing personal competencies 
against the competencies required for optlmisi perfoiwance In the current or a pro- 
spective position, especially those required for Impleaentlng national policies and 
program initiatives. The ERB must approve each plan. 0PM encourages agencies to 
use the IDP as a planning device to derive optimal performance from both SES members 
and their organizations • 

(2) SES Candidates. Under 5 OSC 3396(a) and 5 CFR §412.103(a)(2) and 5412.107(c). 
agencies with positions In the SES are required to establish programs 
opment of candidates for the SES. Agencies should focus primarily on individuals 
just below the SES, at the GS/GM-15 level. Agency ERB’ a provide the overall direc- 
tion end management of these programs. Section 3-2 describes these programs more 
apecificallye 


3-2* SB Candidate Pevelopaant Prograag e 

ROTE: Becauee of ite epeoifie statutory responsibilities eoneeming the imple- 
mnioHan of SES eandidatt dovolopment progreme in agoneUt, OW took a ttnong 
role in designing the requirements for these prograrnsm The relatvve volume 
guidance provided for this program, compared iHth other programs and g^ips 
listed in section 3^1, should not be interpreted as an indication of the level 
of importance 0PM places on any of these programs. Many ^ organizattons, ustng 
projected vacancies as a planning tool in diesigning and prtoritvzrng development 
programs for the total management team, could determine that the development 
their supervisors and managers has a higher resource priority. 


a, Racruitacnt e 

(1) Recruitment for SES candidate development programs Is the first step In a selection 
end development process that can result In appolntaent to the SES. As such, It 
subjact to narit staffing procedures equivalent to those used for filling StS 
positions* 

(2) ^Igencies nay establish dual prograns for SES candidate developnent, with appropriate 
«crultment procedures for each. One program would be for developing candidates 
serving In career or career-type positions. The other would be for developing can- 
didates selected from outside the Federal government and/or from employees serving 
in other than career or career-type appointments within the civil service. 


be Developnent RequirenientS e 

(l) Individual Development Plan. Each participant In a SES candidate <levelopraent pro- 
gram must tave an IDP appro ved by the appropriate ERB. The IDP must identify the 
developmental experiences designed to provide competency In the executive activity 
areas considered In the executive qualifications review process. 
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( 2 ) 


(3) 


ting e variety of Federal egenclee with partlclpanta represen- 

rlance may be provided by either rnw* ► *** •loalona. The training axpe- 

hava prior, written OPM approval It muat 

and affactlvaness by aatabllehln* courae of Inetructloo auat promote competence 
MDt, partlcul”ly: knowledge of executive rolee in govern- 

above. Requeata ahould be aent to* ** * *" courae aaeta the criteria outlined 

Oiwctor for Training ‘and Devalopmant 
P«raonnel Nanageament 
1121 Vermont Avenue, NU 
Uaahlngton, D.C. 20044 

cUau. u .Mt aJ crlucla. If a aFaaU^a!f1 ajipraaaf ,ca,raaa to aaaura tha, 

experience of euch innortenr* rhah J interagency, executive-level training 

under extraordinary circunstances. requirement will be made only 

srsir^lH'. .“MaCriSi?:" p~»~ — t a.,. 

LHiTi— £=i.r -=■ 

prepared to fulfill their rolee. ** •“<* •» properly 


c. Certification. 


( 1 ) 


<b) 


( 2 ) 


( 3 ) 


^ojrw, completed an OPM-.pproved executive development 

— a lltli S^’J^te’a performance during the program. 

actlvUlea" lodlvldual haa auceeaafully completed all* IDP 

location, and date of the OPH-approved training experience, 

~ the ERB'a approval of the subelaalon; and 
SES competency ’’ara'aa.*^*’* Unking the completed developmental actlvltlea with the 

O.S. Office of Peraonnel Management 
1900 E Street, NW 
Waahlngton, D.C. 20415 

« ta.* s%vZc'j::‘tcL\^v.v: ” “• ‘pp**"-"' 


<c) 
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CRITERIA FOR SELECTION OF CIVILIAN EMPLOYEES OF 
THE DEPARTMENT OF DEFENSE FOR ATTENDANCE AT 
THE JOINT COLLEGES 


1 . The opportunity of having civilian employees attending the joint college 
affords the Department of Defense another means of assuring that key civilian 
personnel are properly equipped to carry out responsible duties in the 
Department. It is important that the necessary time and attention, including 
the endorsement of the candidate by a high-level committee, be devoted to the 
selection of nominees for this purpose, if the Department is to take full 
advantage of this opportunity. In the selection, the following criteria will 
be observed. 

a. The employee must have an appointment without time limitation and 
must have competitive status if employed in the competitive service; 

b. The employee selected for the National War College or the Industrial 
College of the Armed Forces must occupy a position in grade GS-15 or above. 

In a few instances, employees in grade GS-14, who have demonstrated an 
exceptionally high potential for advancement, may be considered for 
selection. The employee selected for the Armed Forces Staff College must 
occupy a position in grade GS-12 or above; 

c. The employee must have demonstrated a potential for higher level of 
responsibilities in the DoD; 

d. The employee must have arrived at a point in his career development 
where the specific educational opportunity offered by each of the colleges is 
appropriate and desirable for his future development within DoD. Careful 
consideration should be given to the employee's probable future assignments 
and responsibilities and a judgment made concerning the applicability of the 
college's program to his development; 

e. Because of the extremely broad scope of the college courses, 
employees nominated should have demonstrated a capacity to adjust themselves 
readily to a variety of substantial fields, to master complex subject matter 
quickly, to appreciate the problems and understand the implications involved 
in economic, political, technological, administrative, and military planning; 

f. One of the learning techniques used by the colleges is small group 
activity. Employees nominated for attendance at one of the colleges should, 
therefore, have demonstrated an adaptability for work in small groups as an 
approach to the educational process; 

g. The employee should possess the educational background, maturity, and 
poise to meet on an equal footing with the other military students (Army, Air 
Force, and Marine Colonels and Lieutenant Colonels, and Navy Captains and 
Commanders at the National War College and the Industrial College of the Armed 
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Forces; Army and Marine Corps Lieutenant Colonels and Majors, Air Force 
Majors, and Navy Lieutenant Commanders at the Armed Forces Staff College). 

h. The employee must have or be able to obtain clearance for access to 
Top Secret information. 

i. The employee must desire to attend the college. 

j. In order for the DoD to profit by the investment in personnel who 
take a course at one of the colleges, only employees trtio are expected to be 
available for further service in the DoD upon completion of the course should 
be nominated. Therefore, an employee nominated for the course must be 
willing, if selected, to agree to remain with the DoD for a minimum period of 
3 years upon completion of the course, or for such a portion of this 3-year 
period as his services may be required. 

2. Deviations from these criteria may be made only in exceptional cases if it 
is considered to be in the best interests if the DoD, and then only upon 
approval of the Head of the DoD Component concerned, or his designee for this 
purpose. 

3. In addition to meeting the criteria in 1 above, employees nominated for 
The National War College should hold a position or be earmarked for one in 
which the political military affairs curriculum of The National War College is 
relevant. While specialists in technical or scientific matters are eligible, 
experience has shown that such persons also must have a strong background in 
the matters which are covered in depth in the curriculum. These include such 
national security fields as: International Affairs, the relation of military 
policy to foreign policy, the decision-making process, the US domestic 
environment, US strategy, plus an array of elective courses relating to US 
national security issues. The employee must have a broadly based educational 
background and be intellectually capable of future senior level assignments in 
planning, intelligence, and other joint activities, of the DoD, National 
Security Council, Department of State, USIA, AID, ISA, CIA NSA, and other 
national security-oriented agencies. The National War College program 
requires a high degree of participation (oral and written) on national 
security related topics. 

4. In addition to meeting the criteria in 1 above, employees nominated for 
the Industrial College of the Armed Forces must hold a position, or have been 
selected for a later assignment to a position, which entails considerable 
decision-making responsibility in the management of national security 
resources, Including the related economic, social, political, environmental, 
technological, administrative and military factors. Further, the employee’s 
position should be one requiring an understanding in depth of the principles, 
policies, operations, and organizations involved in national and international 
security affairs. 
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DEPARTMENT OF DEFENSE 

NATIONAL DEFENSE UNIVERSITY 
WASHINGTON. D.C. 20319 


h 






REPLY TO 
ATTENTION OF: 


Office of the Adjutant General 


9 November 1983 


Honorable William J. Casey 
Director 

Central Intelligence Agency 
Washington, D.C. 20505 

Dear Mr . Casey : 

It is a pleasure to invite you to nominate four candidates to attend the 
course at the National War College and one candidate to attend the course at 
the Industrial College of the Armed Forces commencing August 6, 1984. We 
would appreciate having your nominations, to include a personal history, prior 
to March 15, 1984. 

To assist you in the selection of the candidates, I have enclosed an 
extract from the Department of Defense Instruction which establishes the 
criteria for selecting DOD civilian employees as students. 

A key part of the learning process at the National Defense University • is 
the exchange of ideas, knowledge, and experiences among the military and 
civilian students who represent a variety of agencies and functional 
activities. It is especially important that you consider each nominee a 
career executive who can be expected to attain future positions of high 
responsibility in government. 

The U.S. Office of Personnel Management (0PM) has agreed that completion 
of the 10-raonth resident course at the National War College or the Industrial 
College of the Armed Forces exempts participation in the Executive Development 
Seminar and enables civilian employees to be certified as managerially 
qualified for a Senior Executive Service Appointment. A copy of the 0PM 
letter dated February 25, 1981 confirming this exemption is enclosed. 

Each student must have a Final Top Secret Clearance and have initiated a 
Department of Energy "Q” Clearance and a Special Background Investigation or 
equivalent for access to Sensitive Compartmented Information by no later than 
May 1, 1984. 

In order to insure that the students have the appropriate security 
clearance and establish the curriculum for the Class of 1985, it would be 
appreciated that Einy deletions or additions to the course be identified as 
soon as possible, but preferably not later than June 1, 1984. 



•f' I'a. 
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Please feel free to have your staff contact my Registrar at 693-B623 if 
they have any administrative questions. 

I am confident that the participation of your personnel in our program 
will be mutually beneficial. 

Respectfully , 


Lieutenant General, U.S, Army 
President 

Enclosures 
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TO #20: For appropriate action - please 
clear list of candidat es with DDCI prior 
STAT to forwarding to the N< 

University. 
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REPLY TO 
ATTENTION OF: 


DEPARTMENT OF DEFENSE 

NATIONAL DEFENSE UNIVERSITY 
WASHINGTON. D.C. 20319 

October 1, 1985 


Executive Registry 
85^859 


Personnel and Administration Division 


Honorable William J. Casey 
Director 

Central Intelligence Agency 
Washington, D.C. 20505 

Dear Mr. Casey: 

Each year the National Defense University extends invitations to agencies 
outside Department of Defense to nominate candidates to attend the courses at 
both the National War College and the Industrial College of the Armed 
Forces. This year it is a pleasure to invite you to nominate four candidates 
for the National War College and one candidate for the Industrial College of 
the Armed Forces to attend the course commencing August 4, 1986. 

The U.S. Office of Personnel Management has agreed that completion of the 
10-month resident course at the National War College and the Industrial 
College of the Armed Forces exempts participation in the Executive Development 
Seminar and enables civilian employees to be certified as managerially 
qualified for a Senior Executive Service Appointment. A copy of the Office of 
Personnel Management letter dated July 18, 1984 addressing this exemption is 
enclosed. To assist you in the selection of candidates, I have enclosed an 
extract from the Department of Defense instruction which establishes the 
criteria for selecting Department of Defense civilian employees as students. 

A key part of the learning process at the National Defense University is 
the exchange of ideas, knowledge, and experiences among the military and 
civilian students who represent a variety of agencies and functional 
activities. It is especially important that each nominee considered is a 
career executive who can be expected to continue in Government Service and 
attain future positions of high responsibility. 

To insure that students are identified and curriculum established, there 
are two critical dates: nominations must be received not later than March 15, 
1986; and each nominee must have a final TOP SECRET clearance and have 
initiated a Department of Energy "Q" clearance and a Special Background 
Investigation or equivalent for access to SCI not later than May 1, 1986. We 
also request that each nominee furnish a copy of his/her personal history. 

Please feel free to have your staff contact my Registrar at 475-1996 if 
they have any administrative questions. 
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I am confident that the participation of your personnel in our program 
will be mutually beneficial. 


Respectfully, 


Enclosures 


Lchard D. Lawrence 
Lieutenant General, U. S. Army 
President 
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CRITERIA FOR SELECTION OF CIVILIAN EMPLOYEES OF 
THE DEPARTMENT OF DEFENSE FOR ATTENDANCE AT 
THE JOINT COLLEGES 


1 . The opportunity of having civilian employees attending the joint college 
affords the Department of Defense another means of assuring that key civilian 
personnel are properly equipped to carry out responsible duties in the 
Department. It is important that the necessary time and attention, Including 
the endorsement of the candidate by a high-level committee, be devoted to the 
selection of nominees for this purpose, if the Department is to take full 
advantage of this opportunity. In the selection, the following criteria will 
be observed. 

a. The employee must have an appointment without time limitation and 
must have competitive status if employed in the competitive service; 

b. The employee selected for the National War College or the Industrial 
College of the Armed Forces must occupy a position in grade GS-15 or above. 

In a few instances, employees in grade GS-14, who have demonstrated an 
exceptionally high potential for advancement, may be considered for 
selection. The employee selected for the Armed Forces Staff College must 
occupy a position in grade GS-12 or above; 

c. The employee must have demonstrated a potential for higher level of 
responsibilities in the DoD; 

d. The employee must have arrived at a point in his career development 
where the specific educational opportunity offered by each of the colleges is 
appropriate and desirable for his future development within DoD. Careful 
consideration should be given to the employee's probable future assignments 
and responsibilities and a judgment made concerning the applicability of the 
college's program to his development; 

e. Because of the extremely broad scope of the college courses, 
employees nominated should have demonstrated a capacity to adjust themselves 
readily to a variety of substantial fields, to master complex subject matter 
quickly, to appreciate the problems and understand the implications involved 
in economic, political, technological, administrative, and military planning; 

f. One of the learning techniques used by the colleges is small group 
activity. Employees nominated for attendance at one of the colleges should, 
therefore, have demonstrated an adaptability for work in small groups as an 
approach to the educational process; 

g. The employee should possess the educational background, maturity, and 
poise to meet on an equal footing with the other military students (Army, Air 
Force, and Marine Colonels and Lieutenant Colonels, and Navy Captains and 
Commanders at the National War College and the Industrial College of the Armed 
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Forces; Army and Marine Corps Lieutenant Colonels and Majors, Air Force 
Majors, and Navy Lieutenant Commanders at the Armed Forces Staff College). 

h. The employee must have or be able to obtain clearance for access to 
Top Secret information. 

i. The employee must desire to attend the college. 

j. In order for the DoD to profit by the investment in personnel who 
take a course at one of the colleges, only employees vrtio are expected to be 
available for further service in the DoD upon completion of the course should 
be nominated. Therefore, an employee nominated for the course must be 
willing, if selected, to agree to remain with the DoD for a minimum period of 
3 years upon completion of the course, or for such a portion of this 3-year 
period as his services may be required. 

2. Deviations from these criteria may be made only in exceptional cases if it 
is considered to be in the best interests if the DoD, and then only upon 
approval of the Head of the DoD Component concerned, or his designee for this 
purpose . 

3. In addition to meeting the criteria in 1 above, employees nominated for 
The National War College should hold a position or be earmarked for one in 
which the political military affairs curriculum of The National War College is 
relevant. While specialists in technical or scientific matters are eligible, 
experience has shown that such persons also must have a strong background in 
the matters which are covered in depth in the curriculum. These include such 
national security fields as: International Affairs, the relation of military 
policy to foreign policy, the decision-making process, the US domestic 
environment, US strategy, plus am array of elective courses relating to US 
national security issues. The employee must have a broadly based educational 
background and be intellectually capable of future senior level assignments in 
planning, intelligence, and other joint activities, of the DoD, National 
Security Council, Department of State, USIA, AID, ISA, CIA NSA, and other 
national security-oriented agencies. The National War College program 
requires a high degree of participation (oral amd written) on national 
security related topics. 

4. In addition to meeting the criteria in 1 above, employees nominated for 
the Industrial College of the Armed Forces must hold a position, or have been 
selected for a later assignment to a position, which entails considerable 
decision-making responsibility in the management of national security 
resources, including the related economic, social, political, environmental, 
technological, administrative and military factors. Further, the employee's 
position should be one requiring am understanding in depth of the principles, 
policies, operations, and organizations involved in national and international 
security affairs. 
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Federal Personnel Manual System 

PPM Letter 412-4 

SUBKCT: Executive • Kanagencnt, and Suparvlaory Davelopment 

FPM Uttaw 920-2, -3, -7, -9, -11, -12, -13, »nd -15 - 
are .aoparsadtd. 

Htadv 01 Depanmenis and Jndependent Establishments 


Pub>'v^'»‘C^ adva^ft j 

Chapter 412 j 

MTiMN UNTIl SUrWSEDtr | 


Washinpion. D C y-' 
July le. :r5- 



1. since the paaaage of the Civil Service Refom Act of 1978, nany FPM letters 
and bulletlna pertaining to executive and nanagenent developnent have been issued. 
A aeparate FPM chapter devoted eolely to aupervlsory developnent has also been 
Issued. To clarify and consolldau the past FPM Issuances on executive and manage- 
■ent development, as well as to reflect the natural progression from supervisory 

- development through managerial and executive devAopnient, 0PM -has produced a new 
FPM Chapter 412 on Executive, Management, and Supervisory Development. 

2. The purpose of this letter is to'transnit the revised chapter and to clarify 
which FPM bulletins and letters regarding executive and managenent development are 
obsolete (aee attachment 1). This letter also rescinds PPM Chapter Allvon Super- 
viaorj Development. 

3. the new chapter emphasizes how establishing a aystematic process for developing 
aaecutlTcs, managers, and ehperviaorz la important to the goal of achieving the 
most effectiirm mnd efficient Coveriusent possible'. In developing the new chapter, 

- provisions' were .^Included "to either tncorpora te or address the Grace Commission's 
■ recommends tihns -on .'training and development services. 

4. There. mre- tmchnlcaliy no major policy changes,''but rather a refocusing to make 
. ' . OKI* a iguldsnee Clearer and imore ortieslvm. . Tl^rc is no change to Part 412 of 

' f title. 5, Code of Federal Regulations. 

5. Previous FPM issuancae bad required SES Candidate Development Program partici-' 
pants to attend OPM's Executive Development Seminar unless specifically exempted. 
The new chapter requires participants to attend a current, formal, interagency, 
executive-level training experience approve' by 0PM. The Executive Development 
Samlnar is only one of aeveral programs that now may be used to satisfy this re- 

. ^ulramant. Attachment 2 contains 'thexomplete list of programs currently approved 
by OP*!. - 

6. Changes In the provisions for SES Candidate Development Programs may ha-ve an 
affect on current program participants (principally in the areas of exemptions to 
the requirement for attending the Executive Development Seminar and of length of 
certification following completion of the program). In such instances, current 


Inquiries: Office of Training and Development, Workforce Effectiveness and 

Development Group (202) 254-7086 
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p i-n g T a M farticiptats tevt th« option of eoaplyinf with olthtr tho prtwloutly Itoutd rtqulro'i^ts or 
t t w wt* r^ n *^ 1~ntTirT lodlvldvialt ootorlos a SCS Caadldat* OtvolopMot frogroq following th« 

lotur auat eoaply with xho aow toqulroMnu. 

7. A copy af tlw aMT-cte^tar is attachad. <«ttaclMnt ))* 


Veaald 7. Dawfaa 
Dirac tor 

Attaehaaau 
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\ttac>nent I to L«tt<sr •iW-'l 


Thl. fM UtUt ••v.f.i Ft»l Utters in tK« 920 strUs (Senior t«cutltf|i 

Tbli TTfl loiMX »dp«r««J«d by other tesuenees in the p»st. To 

Vtlli !rtev« ;oVr«? eVd’ U2‘'.«reTi.\“a/'t«‘r«!e^ 

with executive, neoegeeent, eod eupervleory development. 


yPM utter Subjoct 


920-2 

920-3 

920-6 

920-7 

920-9 

920-11 

920-12 

92D-13 

920-15 


Hoaltoring Executive end Menegeeent ?cogcee Plans 

Merit Stafflox for SES Candidate Oevelojwent Programs - , , 

Slurla for Exceptions to Attendance at 0PM’ a Executive Oevelopeent »emla,f 
?i.c“oan«nc. oJ Advance Quellflcatlon Review Board Certlf ictloo for the 
SES based on Deoonatrsted Executive Experience , , < cp- 

Requlreeents for Ouallflcstlon Review Board Review of graduates of SEo 

Candidate Deavelopeen t Prograes 

Monitoring Executive and Management Oevelopieenft ProgrMS Plans n i 
Criteria for Exceptions to Completion of 0PM’ s Executive -Development oem in ». 
Continuing T)evelo^ent of Senior Executives 
Management -Oevelopaent 


412-1 

412-2 

412-3 


5aldellnes for Executive Development in the Federal Service 

•Execatlve and . Management Development 

SelecUng -Participants for* Executive Development Progrems 


PPB Bnlletto 
92&-41 


Subject • 

SES Gendldate Development Progpaea 


412-1 

412-2 

412-3 

412-4 

412-5 


Tleport of "Execttlve and Management Deaelopeent'Actlvltlea 
Proposed RegulaUons on Executive Development 
Bcloeetlon of' BerReley Executive Seminar Center 
Pinal legulatlona on Exacutlve and Management Development 
Executive and Manajjemeot Development 
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SH^MCtlba of-tta «•« 7PH iShopt** •kll'TsqalrM pcrtteipmtn ta t 'SZS Itevolopwit 

?rofm lib :Hrtlelp*t»> la a currant, 'fonal^.- In tancancy; aaaeatlva-laval tralnlag aaparlauM 
approved by OW. Iba trstalng axperlaoeas eurraatly approvai by OM ara: 

• tha lanentlan Oaaalo p wa n t Saalnar of farad by on, 
tta rafttlar prograO of tha Matlonal Var Collnga, 

— the regular prograa of tha Induatrial Collaga of tba *raad Foreaa, 

^ tha Coataaporary Exacutlva Oavalopnant aaalnar at tha Gaorga Vaahlngton 
Oalvaralty, 

'v .y _ xha -X^ gnacuttaa tragran-jat t!ba g aar ican Jhilaanlty, 

— - tha 13-yeak Senior ■Exacutlva .Telloua Frogr a a at Harvard Oalvaralty* a 
. Kenoady School of Govaraaant, and 

^ tiM ■7-uaak Senior. laaeativa Edaeattoo.Frograa of OFH*a 'Padbral Exacutlva 
Instltuta (but only uhao prior urltten agrOaaant hat baeo aada ulth the 
. .Inatltute ataff that the prograa la to aatlafy the raqulraaaot of 
■ubaactloo 3-2b(l)). 
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FP1 C:l\?TcK A12 

SU»CMA?TER 1. EXECUTIVE, XAtlACEiETT , S JPEIl^l^OX't, OEVEUOPiE'IT »OUCIES 
l-l. Exftcutlv, Han<g»m«nt, and 5iip€r^l»6ry (E-M-S) Dtvlopnient . 

TSroushout th« sovernmeot, tdrylag th« public lnt«fe»t r«qulr«s .n«na’e»ent *<ciiUe««e 

— • nitaagarial tetaavlor thax rciul.xs In tha succtssful liaplaaantitloa of agaiicy pollciss ind proqrtas., 
txacul^as, ■anagars, and aupcrxlaors boaatltnta the aanage-wit tana In Federal agencies, haln- 
Uinlag the quality and efflcleacy of Federal prograaa depends on the responsiveness of sn a.’.ency's 
aanageaent teeiL, since Its aeabers direct the agency's eaployees eho administer those progress. 
Achieving and sustaining aanageaent excellence within a management team requires that an agency 
ensure appropriate levels of expertise .among Its managers through management development, which 
facogolzaa »■*«»■*• the coapetanclea required af successful managers are generally distinctive and may 
not hama baea acquirad in tha 4:ircumstsncBS af a specialized csreef or technical occupation.. 

*4 Purpoaa of Davalopment . E-!l-S development Is. a systematic process whereby exscntlvcs, 
aenagass, and supervlaors achieve management excellence by mastering the competencies that will 
allow their orgaolzatlnns to Improve, effectiveness and efficiency while responding flexibly to nej 
demands. The develbpasnt of executives, 'managers and supervisors is not a ramallal process but a 
poaltise strategy tar Incraasa excallence In govemment, 

b.- . Wanagaaent aa a Professlsn .. The vast ■sjorlty of eanagerlal positions are filled by men 
sad iiiiaen salscbed beceuea of technical qua-llflcvclons. demonstrated In a specialized profession or 
career fUld/ The nature of aanegOr 101, competencies, howevst,. establishes menagemem* aa a distinct 
second prof aarton for yhlch the technical .coape tancles of the fleet pcofeaslon become collateral. 
T*— eetiiigarlal'T olm must be- prepared for With baxafal dsllbaratinn and analysis. .Recognition of 
"the need for additional preparatfen In this “second cerear" Is the basis for the required probe- 
tloosry ^rlod for newly appointed tupervlsors end managers In the competitive service, and the 
raqulramants to develop aaaber a of and candidates for the Senior Executive Service (SES). 

1-2. Legal end Regulatory Beals . 

Policy end practice In the area of E-h-S development are grounded In a synthesis of three 
. ae^arats but compls^n tar areas ,of statute and asgulatlbo concerning training, probationary periods, 

asd aanagasant davalepmant. 

«. Executlva. Managamant, and Supervisory Training . 5 USC 4103 requires agency heads to 
asubllsh training programs to increase economy and efficiency In the operation of the agency and 
to raise the standards of employees* performance of their official duties to the maximum possible 
level of proficiency. Mora specifically, 5 CFR 1410.201 requires agencies to review short- and 
Inng-tefiB training program needs by occupetlonmi organizations, or other appropriate groups. An 
agency's management team of Its executives, managers, and supervisors represents one such group or 
occupation for whom these standards of performance and training needs must be addressed. 
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glPt>«tlonary Period for Supervisors and Menegere In the Competitive Service . With the elm 
of providing for -good-ndmlnlatratlaiv of the Federal govemnent. 5 USC 3121 . eatebllehes e aeniUte 
* porlod of prolmtloa -before .initial .eppolntMat:ea e^eiipervl»oT or eanager in the coapetltlve 
oerrioe becoMa :f tnel. OPh taken thla to >eean /that- egenclea hove an obligation to eonelder the 
. eoapeunclca and poaslble development need* of newly appointed supervlaora and eanagera daring this 1 

• trial period, 

* - V** Pevelopnent. Under 5 aSC 3»3(c)(2l end 3396, efenclea with SES poaltlona aunt 

aatabliah progrena for tbe developaent of candidataa for and Incianbent aeabera of the SES; 5 USC 3397 
authorlaaa 0I»M to preacrlbe regulatory guidance for theaa prograaa. Ooder 5 USC 6U8, OPM haa the 
*aapooalhillty to laaue reguletlona eonteialng the prinelplea, aUndarda, and relaud requlreaenta 
- •*•“3 - training prograaa. Conalatant.elth theae atetutory euthoritlea and obligetlona, 5 CFI 

^artr-dU Taqalrea ngaoctea to a at a b liah aaaentlea aad a a n age ae n t. developa en t ' prograaa to Identify 
. end eddreaa the developaent needa of .thatr^ aanageaent teaaai. and. proTidaa.-criurla for those 
pmgreas. 

Prograa Coveraga and DallnltlDna . 

...To define the .urget groiipa for E-M-S davalopaant prograaa adequatoly,' two aeta. of criteria % 

•bould ba eonalderad: ona la baaad. oo tba laval of aanageaent raaponalblll ties and tie other on 
eatagorisa of aanagara at each laval. 

, ' «• ha^ of Wana^aaant. Haoagara et dlffazent orgaalaatiboel Jl«rala are tlaalgnatad aa exaeu> 

oanagara., auparvlaora,,MT»lataht »lth otbac aaaa"of thoea taraa by OPM. Olatlnctlona 
..Invala are .-•ade; .aaat elaerly, let taraa. el dtf fereaeaa le .the eabaunee of Joba at each 
V V A* A ‘ dt .higfaey leeele f .job . dotlco ead: reqal r e ae irte ajhaaga d« -eeope apd breed th ^ obt 

- tv^jawt la.tbelr intenalpy or teobttlcel eabjeet aetter, THUS,' If perbea eovaa froa- aiipcrblali« 

three people to. auparvlelng -thirty, but tbe Job atUl raqulraa only a narrow focua on laaadlata t 

work unit production, the peraon la atlll conaidcred a aupervlaor. 

(1) Criteria for defining execuUve positions are act forth In 5 USC 3l32(i)(2). The 

duties and reaponalbllltlcs of such positions oust be cleaalflnble nbove the CS/GM-15 
level. 

(2) lUnagerlel end supervisory positions ere defined In eecordence with the Snpervlaorv ! 

Crad^Evel uetlire Guide publiabad by OPM. Xhoae deflaltlona can also bafoi^^ 

' ' ■ aubchapter 9 of FEh Chapter 315,.*fmbetloa oe Initial Appointaant ta a Sttoervlsorr 

or Menegerlel Position.- 

Cetegorlaa of Mnnagara. For nny level of aanageaent, three groups of people can be iden- 
tified who aey have different development requirements: 

(1) Incumbent executives, managers, and suparvlaora; 

(2) . Recantly salected executlvaa, managers, and auparvltora (l.e., tbosa for whoa the 

nature of their new position la substantially different, ns described above); and 

(3) Individuals with the . potential to bacomc axecutlvaa, aanagars, and supervisors when 
vacancies occur. 

c. Target Groups. 8y differentiating target groups using these criteria (and othar ralevant, 
agancy-spec if Ic criteria), agencies can define development needs more eppropr lately. The needs of 
the new supervisor can be distinguished from those of an Incumbent supervisor or e new maneger. 
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Z>i\?7l< '4 12 

SUBCHAPIER U EXECUTm/nAMAQE^IEWT, DeV€UJ?1EST «>nfLICIES 

l-l. Ex^cutiv, Hanagcaent, tid Supryiiory I>€vtlopwit > 

Throughout the Federal governmeat, serviaQ the public Interest requires /»iana3eaent «<celle»ce 
~mrQegerial behavior that results in the successful Inple^ntatlon nf agency policies and proi;rsms. 
Zmc utiees ^ ^m e tteger s , end supervisors constitute the eanageaent teas in Federal a^ncles* riel*)- 
telhiag the quality end efficiency of Federal programs depends on the responsiveness of in agency's 
•enagemeot team* since its eembers direct the agency's employees <«ho administer those prograns. 
Achieving and sustaining management excellence within a management teem requires that an agency 
ensore appropriate levels of expertise among its managers through aanageaent development, which 
rm£ogniza that the competencies required of successful managers are genaxelly distinctive an;^ may 
^ot have been acquired in the circumatinces of a specialized ^career « or technical occupation^ 

a. Purpose of Development ,- ^ £-?H5 development is a systematic process wherehy^ executives, 
mamagers, and supervi sort achieve 'management excellence by -mas taring the competencies that will 
allow their organizations to Improve effectiveness and efficiency while responding flexibly t.) new 
domands. The development of executives, managers, and supervisors is not a remedial .process bat a 
positive strategy to increase excellence in government* 

. b* Management ns a TTofessitm * - The . vast majority of managerial: positions are filled by sen 
end eoeen ee let Md because of tectmicsl quellf ications demonstrated in a specialized profession sr 
career field. The nature of eanigerlal competencies, however, eatahllshes tsmgement ss e distinct 
eecond profession fof which the technical competencies of the first profession become collateral- 
Thv managerial role miist be prepared for with careful deliberation and analysis. Recognition of 
tte^eed for addltlotial prepare tieas in this "second career^ Is the^sls for the required probe- 
rionary period for newly ebl>ointed‘ supervisors end managers In the competitive service, and the' 
requirements to develop members of and candidates for the Senior Executive Service <SES}. 

1-2. Legal and Regulatory Basis . 

Policy end practice in the area of E-M-3 development arc grounded in e synthesis of three 
sepeeace but complementary et%ss of. a tfstute and regulation concemiagrraioing, probationary periods* 
end management developaent# 

e. Executive, Management, and Supervisory Training . 5 USC 4103 requires agency heads to 
establish training programs to increase economy and efficiency in the operation of the agency and 
to raise the standards of employees' performance of their official duties to the maximum possible 
level of proficiency. More specifically, 5 CFR §410.201 requires agencies to review short- and 
long-term training program meeds by occupations, organizations, or other appropriate groups, 
agency's management team of Its executives, managets, and supervisors represents one such group or 
occupation for whom these standards of performance and training needs must be addressed. 
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^ ^pt>«tlonary Period for Supervltore and ^t^neger^ In the Competitive 5 tv1c< « With the %lm 
of oroTldlng for -food •daloljtrotloo of th* Fodertl fotrotaooat, 5-OSC 3321.'.*stoblio1wr • -aoiwlau 
for o .poriod. of ^totetlon bcforo Inltiol oppolntmoot ao • .ouporvisor or (unagor . to tho eoapo'tltiv* 
aorvico Aocsooo fldol. . UPl takoa xhla to .'•aoQvthat'atoaeioB bovo ao obligation to eonaidar the 
eoapetaociaa and poMibla devalopaent needa of nauly appointad auperviaora and aanagara during- this 
trial .paziod. 


'^aoai***ut Paealopaant. Under 5 USC 3393(e)(2) and 3396, aganetea with StS -poaitions aunt 
aatabllab prograaa for the devalopaent of eandidataa for and ineuabeat aaabera of the SBS; 5 USC 3397 


autboriaaa OPH to preaeribe regulatory guidance for theae prograas. Under 5 USC 41iS, 0PM baa the 
raapona.lbllity to laaue regulations containing the prlnclplea, atandarda, and ralatad rafuireaenta 
for aganey training programs. Consistent Mltb these statutory authorltlaa and obllgatibna« 5 CPB 
Tsaqairaa aganeiaa to antabllah anacuriea nod sMangamat daenlopanat pvngv— ta Idntify 


and addreaa tiw davelopaent^ needa .of thair aanageaent teaaaf. and providaa crlbarla .for thn te 
prograas. , 


■1»3.- Program Covemga and Oeflnltiona . 

To teflne the target groups for ,E-M-S davolbpaent prograaa adequataly, two aatt. of criteria 
abould be eonaldered: one it baaed on. the, J^al of aanageaent reaponaibllitian and. the other nn 
eatagerlan of aanagara at each laval. 


^ l<aral of ttenayeaant . Hanagan at^lffatnnh; nrfaaisatiaaal lavala are daaigaatad na aaaeu- 

aan^ero * . and foparyinpra* ^nais.paat. atth.-9t)^ naara.-of tboea taraa. bp . OPM. Dia.tinctions 
•fVJMdoCfiaot elna^p ia naxM of la tba anbatanca of jobs at each- 

- *^:M**|*^ 3ayala< jab :dnfin»,nnd peagiilrafaan ta ..abaagpi ■in..aeopa aad -braadsh; aad nor 

Ihrt •iatenei^ ' Wt- haebnleal' -asbjnec aaTtarr. ' ^1anv''fd ^ .paraoa. aeana tron atipnrvfalng 

throe, people to supervising thirty* but tba. job atill raquiras only a narrow focus on innedlata 
work -anit production* the person is still considered a supervisor. 

, , - (I) 'Criteria for defining executive poaitions ara set forth in 5 USC 3132(a)(2). The 

duties and reaponaibllitles of such positions must be claaaifiable above the GS/CMrli 
level. 

(2) Managerial and supervisory positions are defined In accordance with the Supervisory 
Crade-EvaluationSui^ nabliahed by OPH. ' Those daflnitiona nee |5 IS 

. aubchapter 9 of l?M Chapter 315,. *?zDbeLtlen aa.lnitlal i^intMBt ta « &ifexvieery 

or Managerial Position.” 


Categories of Managers . For any level of aanageaent, three groups of peopla can be Iden- 
tified who any have different development requirements: 

(1) Incumbent executives, managers, and auparvlsora; 

(2) .Recently selected executives, managers* and auperviaora (i.e.« those for wboa tba 
-'. 'nature of:thelr new position is aubatantlally diffarent,- aa daaerlbed abovn); and 

(3) Individuals with the potantinl to baeoae axacutlvas, aanagara* and auparvlsora whan 
vacancies occur. 

*• Target Croups . By differentiating target groups using these eriuria (and othnf ralavnnt, 
agency-specific criteria), agencies can define develo^ent needs more appropriately. The needs of 
the new supervisor can be distinguished from those of an incumbent aupcrvlsor or a new manager. 
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£-fl-S development programs can then be talloreJ to Increase their accuracy and impart, 
depicts these management levels an^ types of people and shows how career progression occurs across 

the managenent levels. 

Figure I • 


THE FEDERAL MANAGEMENT TEAM: 

TARGET GROUPS FO?. DEVELOPMENT, 
RECRUIiaENT SOURCES, AND CAREER PATHS 


mesof Fsofit 





MCUMaCMTS 

»CIHT 

AffOiNTMfWn. 

CANOOATIS 



'JM mV*V*Vm ♦ytWHHM » ' 


NOTE: Each arrow represents input to the levels on the manageimt team; width 
of the arrow indicates relative frequency from each recruitment source. 


1-4. Agency Rolea . 


Agenciea must take the Initiative to ensure their own maoageeent axcellence. At a mlnlmu*., 
Ctey staDuld deal^ and. adeinlster effective E-M-S development programs tiiat nonlorB to the specif!- 
nations outlined in. section 2-1, using OPH services and assistance as needed, ^yond that, istwever, 
agencies should foster management excellence by establishing an environment where it is expected, 
developed, recognised, end rewarded. 


1-5. 0PM Role . 

OPH* a role la to provide leadership and direction to Federal agencies as they move to ensure 
maoageaent excellence within their management teams. This leadership involves setting policy aac 
offering guidance for the development of executives, managers, and supervisors, while monitorlr.[; 
the Federal government's progress toward achieving management excellence. 0PM will fulfill this 
role In partnership with the agencies by making a full range of services available for use as 
needed (see section 2-2). 
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.sjna&knxL'i, xmsjfvsKt PtocaiM uouiaciEirTS 

-2-1. Curel Kmntr— ate. 

4(«ncy E-H-S devmlopaent progress suit: 

■ ■ J -M- S a« pvt ei « dlstiaet- sscond • yroteesiao with rasps tucy rsqulrs- 

-mta tey o s d those of a specialised occupational field. 

b. Issue a sutesent of the agency's policies and strategies for achieving the eanageaent 
excellaoes goal that best addresses the special features of the agency's elsslon and personnel 
needs at all organise tlopal levels. This policy sutaaent should be the prlaery vehicle for coo- 
^ Hm - agsncy head's cosaitsent ta tbs "second prof eaa ion" concept, sad titc .landing and 

.staff levels needed- to eeet that goal. 

«. Ensure that the, developaent- prograa(s) for executives, aassgers, and supervisors are 
..closely coordinatad . to provide eonslataaey, build sn a .coanioh .competency baae, and elnlalse overlap 
and onneccesary costs.. Since Executive- Essourees Boards (ERB's) have specific operating responsl- 
. bill ties under 5 CFB 1412.107 for agency executive end aanegeeent dsvclopeent prograes, they will 
.be the daclslon-naklng bodlas..that can assure this reqnlreaent Is aet through tfaalc atrategle nan- 
sjaaent of s coteslee davalopeant systaa for sa agney's total aanagaaent teas. 

. d. 4ssaas : Individual. -and agency developaeot aead* :far^axacntivas,- nanagers, and supervisors 
. is. rsxna . of- chs.xoapctenci«a sod. ehasac ter Istlcs required -«t. each aanagerlal level for the success- 
. ful ij^tleeencatlgn sf polieias and. ^Dgraa ioitiativas. . 

-. the apeeisl tepnrtance ol:ideattfylag'.sad ee sttiig ihddrldsal devalapnegt -aeeds 
'eae person aakes critical career transitions to becoee ejnjf st^crylepr, nev nenager. or eew 
axttutive; and establish eaeting those neede es an agency priority. ^ 

f. Include both inltiel and coot lou log developaent of executives, aansgers, sad supervisors. 

g. Identify end plan for both short- and long-term agency aanagemant developaent needs using 
. projected' workf ores raqulranasts and potential changes In agency elsslon and goals. 

' h. 'Cbnsidar a nsrlrty nf -develnpacntai appreach ea sad- etm t egi e n tfomal tr a lnii^ - e a wtoring , 
T coaehtngi rotational assignments, special work projects, long-term education and txnlnlog prograes, 
etc.) in deteralnlng the beet and aost economical aethod of fulfilling Individual dcvelopmaot 
needs. 

1. Operate In a manner that ensures their full Integration with the agency's other pereonnel 
nanagnaent programs and systems, such as recrultaent, selection, coapaneatlon, perforaenca aeaage- 
aent, affirmative employment, position a^geaent, and forecasting aanagerlal resonree needs. 

j. Establish mn evaluation system -oo. assess .both program and individual tucceea In terms of 
agency-developed criteria that address program cost, program Impact on organizational and Individ- 
ual performance, end the extent to which other personnel subsyatems ere effected end strengthened. 
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2-2. 0PM Lo«d«r>hlp Reopontlbllltlos and Sorvlcoo . 

To carry oof its bbligatloos undac sututo, is rsspootlbls for providing the folloolng 
toldaaes tad stslttanet: 

a. Dasitnlng an E-H-S daval^tant approach that paralts tailoring syttaas and proguas to 
•pacific agancy and individual needs, while still ansurlng that the overall E-M-S development needs 
of tha Fsdaral govsnaant are aet. • 

- . -h. Providing tachnlcal advina and aaslseance to agenclns no how their needs and OPM's expec- 
tations Mn be aet. 

e. Oavaloplng and nalntaiolng a eoape tancy-basad nodal of effective performance for Federal 
exeeatives, aanagero, and supervisors. 

d« Providing aethods and services for the systematic assessaant of E-M-S . davalopaent 
naeds for agencies, troops, and Individuals. 

a* . Oavaloplng and nalotalnlag a np tloowlde*, eoapetensy-hasad currlculua for Federal exeev^ 
tlvas, aaaagers, and supervlaors. 

f; Conducting ongoing develoyaental af for U. with agencies- to Identify and promou new manage- 
aaat tachnigues and practices and to Ineorporau these Into EHl-S development. 

t* . Itani boring the perf oraanee *of agancy E-H-^ davelopaent prograaa. 

. w; Sharing tafoxnatiap with ?aganclet'ftra raaalts of and etiiar agency efforts to 

aehiavo aanagoaant eaeelleoce in government. 

i. Fypvlding ragulato^ asMi FPfl guidance at approprlaba. 

' Procnan Monitarlnig and Evaluation . 

Tha baat IntaraaM of tiia-PMaral govarnaant, ae wall aa apactfle provlalont of statute 
<5 DSC 3396(b)) aod regulation (5 CFE 1612.105), raqulra that OPN and tha aganclea work together 
to evaluate the beoeflta aod coata of the E-M-S developaant prograaa in Padaral agaocles. 

Agancy Eoquiraaanta . Spoclfieally, aganclos ara raquirad to: 

(1) Nalntaio adequate docuaaatstioo of program of for ta aod coata to doaonatrate chat 3PM 
and agency E-H^ davolopaant policies aro'^ing iaplsmaotad; and 

(2) Sabalc program i n f orm a tion- to OPS. aa- roqaaatad to asalist in govatnaant-wida ovalaa- 
tioa affortt. 

b. 0PM Etsponaibilitlea . 

(1) 0PM will analyst Paderal E-M-S davalopaant prograa tranda and aeeoapllshaaots using 
svallabla daU baaa ays teas, rsaults of periodic enslta agency ravlsws, and feadback 
froa agonclaa raeslvad as psrt of E-li*S dovalopaent prograa ssslscanes. The results 
nf thssa analyses will J>c shsrsd with aganeles snd fora ths basis for 0PM policy, 
losdsrshlp Initiatives, -and raqnlrsasnta that nay ha satabllshed to assure the 

• development of menagoment excellence In government. 

(2) 0PM will contlflue to work with agenelos to lapleaent tbs rsqulrsssnts of 5 CFk 
Psrt 412 on cxseutlve end msnegsmsnt dovslopmsnt. 
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SOlQUPra 3. SPEClflC E-M-S OEVELOWENT PaOCSlAMS AND PROVISIONS 
.>•1, p«v>lop—at ^Prt>itrOT« tot Sp€cl<ie and C«T«<r TrOTSltlons. 

%f dMlsatar 1-iHS dw.lopa.nt progm. Mcordtng to th« prloetpl.. «nd r.qiilr..wt5 oatlln.d 
In thl. ch.pt.e. .f«ncl«> .111 produc. coh.r.nt, InUgr.Md sysu.s that Identify and addreia 
doMlopMat aMdd tbroiigteut tJ»lr aaoasmant ta... .1th actieltUa ullor.d to approprUte auh- 
mttSd* tTiw twa»« Sneh tabgToupa «• .iTaady Idwtlflad to. waa dagta. iry .paclfln pro.1- 
slona In law and regulation. Example, of these .uhgroupt and soae or their relevent program and 
d«v«lopMat eoQtld«ratloat are listed below. 

a. Sueervlsors . Con.lsunt with 5 CPR S4l0.20l(.)(3) agencies should consider supervisors 
M a group and project their short- and long-term training program needs. 

tl> Tor ne. llTatrllna .uparvisota, pMTtlenlar attention aho^d te p^ -to dewloplng 

■ .pprSiTlat. management competencies and character la tics for thla Initial a tage of 

tSu "aecood career-.. Trlaarlly, thle Involvee beslc^ eupewlaory jjlll*. 
effective coamun Ice tioo end Interpersooal relatione. “ 

understanding of the Tadaral manageaant rola In general and ho. Individual unagere 
contribute to achieving eanageaent axcaUaoce prov Idea an important frame of refer- 
anca for tbalr na. caraar.. 

(23 Incuabant auparvlaora ahould aalnuln those specific tachnlcml or professlwl 
- - eomoetenclas tl»t continue to play s aajor rola In thalr affactlvaness on the job. 
\ Bayood this, longar-tannrad auparvlaora should develop advAnced akllla to g^lng 
and «onltoring aubotdloatas, Inelndlng laadarshlp skllla ia ta)^ actions to dlt«ct 
- ttelr «iork units toward achieving raaulta. Also, they ahould^tay curran . 
.^^ovamant-ulda. initiatives that Improwa basic adalnlattatlw.aaad resource menage- 

. - aur s/stetiST < • V . - ^ 

• - h. teage'riV -3 CH J 4 V 2 .HJ 3 (.)C 3 >rAad i«n.l07taV rAqdl^. ageaclto.to aatabllah either open 

~ ■,-^'-1^ gw.lnpa«»t-eTAte«. or- eelec tfw. ^ti.ig» > wn t devalpr^ «)risgea» <w. hothK-to Uhc—beat 

~ Wgere «id ipeelalist. Identified as having awagwswX pbtahtial at gfadai GSfCM-13 through 15, 
To furtbur progrsss toward afflrautlve eaployaent goals, egencles asy Includs eaployee. et the 
CS-12 level. Ooder 5 CPR J412.107(e), agency ERB's provide the overall planning end aenage.ent of 


thei 


Bgraai 

( 1 ) 


( 2 ), 


(3) 


New aeoagers will need development aimed et providing that Increwnt of “negem^t 
^petenclea end characteristics tbslr broader job responslbllltle# require. Ttey 

need a clear underatandlng of their —StTwlSiU Thiy^t 

elM and prograae and Itrtnlatlon to aap arv leo r y and ameemaw betaavlo^ Toey 

rethterpret end e 4 jo*t that* mriettnBr: .kill. «d .mlbuta. to jj?. J*. . 

this new role. Some new areas of competency must be acquired, especially J® 
tions like planning end evaluation, end thle management level often requires new 
corp:toncu" for wneglng resources effectively under verlou. 

•ge^y policies end programs. Finally, attributes like tenacity, flexibility, Inl 
tletlve, end vision must be cultivated and applied In new eettlngs. 

incuabint maneger. will need to keep ebreest of «he^e. end relevant 

policy end program initiatives. Those who make career 

n R ^ from staff to line positions or field to heedquertere locations) will «•«> 
thr requirements of^ their new positions and develop new 
their existing skills further. Senior managers, too, need “P***^*®*^ *f^*“®* 

practice In the behavior that has supported their management excellence In the pest. 

Management candidate, who have never held • supervisory i-*- *.«esV‘lInd 

Identified as having management potential, may need opportunltl 
develop their basic supervisory skills. 
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c. Executives . The law Is clearest on esUbllshlng agencies* obligation to provl.1e system 
•tie for and within the SES. The reaFO'»»t»>lll‘y developing SF.S mesbers Is shirel 

by the individual eaecutlves and their ageoeT 

ni lnc«l«ht. StS rtobera. (•) ‘ 'S OSC 3M6<«) end 5 CFR r.-tulre n^enrles 

bo eetabllsh prograas for -the eowtlnulng developisent of SES •anbera. Tee sost 
effective executive per£or«ance coablnes highly developed eanageaent competencies an 1 
<!h.r^rerlatlea with an up- to-dalSe appreolatlon of the environment In w Uch those 

eoiiptex world of constant change. •Exacutlwas adot ho kaowlodgeahla about such are is 
- as: technological developaents, oaw lagislatlon, lonovatfee ostMgement Tscactlees, 

Md SJr^nt policy and program InltUtlvas. The SES IndlvldueV «l*velopment pl^ 

(IDP) can se^e as the primary tool for aosurlng executives maintain currency In 

appropriate arMS.^o r„s must Include the preparation, laplemen tattoo, and reguVsr 

updating of an IDP for each SES member. The IDP requirement may be met by appending 
a brief listing of developmental objective, and specific 

activities to each senior executive's annual performance plan. An el^orate^p^ 
moth ays tern is not needed. T» should focus on assessing personal compettncles 

' against the competettelea r^iulred for dptlm« performaace la the 

specUve positlw^ especUUy those «qolred for leplee«tting national policies and 
pr^rsB Initiatives, the OlB eust approve each plan. 0PM encourages ‘o 

usfSe IDP da a planning device to derive optimal perfbrmance from both SES mearKr, 
and ttelr organic tiOQt* 

(24 SIS C«»dldates, Under S OSC 339g(a) and 5 CPE »4n.l03(.)(2) and JAIJ-I^c). 
agencies wlt^posltlonV'ln the SES ere required to eateblleh prognns **" *]*• 
opnent of • cehdWetes for the SES. Agencies should focus prleerily on IndlvUaali 
I Sat belL the SES, at tWl- CS/GM-15 laval. Agency EEB’s provide the overall direc- 
. . tSn iS^n.s«-nt nf them* propraes. Action 3-1 -J. scribe, the s« prognns mo** 

epeclfichlly. 

3-2. SIS Ceedidete Eevelopeent Progrees . 

tOTSi Seeduse’ its spsoifie statutory rssponsibilitiss eonesmtng the irple- 
' s5n^^ dsvslafKsnt -program in agoneUs, OW took 'a strong 

Tols in designing f^e rsqu^msnts for' j ?****?””* ^ 

guidance' provided for this pngram, eomparsd with other ^^g^ g^*os 

listed in section T-I, should not be ~ interpreted as a^ndxoatxon O; Ae 
of importanes OFH plaess on any of 

pw-S^d vaeaneies as a planning tool in designing and pnontxsxng devslopynt 
p rogrcj n for the total, nanagsmnt team, could determine that the develooment o. 
their eupervieore and managers has a hic''er resource priority. 

e« Eecruiteent . . 

^ U) tmcrulthent ^ SX& candid. ter d«r.lopa«it progrse. 1. th. !ui!Sr^*lf f 

.. nd drr.lope«it procs.s that en result in .ppolnt«t ^ the SC. As 

subjsct to eerlt staffing procadurad equivalent to those used for flUieg as 

positions. 

(2) Agencies aey establish dual prograas for SES candidate davelopeent, with 
pr~=.dur.. f.t «.h. 0- prnr- -.14 b. 

serving in career or career-type positions. The other would be for developing can 
dldabet selected from outside the Federal govemeent and/or fiwe employees serving 
in other than career or career-type appointments within the civil service. 


be DevelopncQt Requlreprota , 

(1) individual Development Flen . pertlclpaat in a SES «ndldate de^^^^^^ 

gram must haU an^ IDP a'pFovad by the approprlatm ERB. ^* “^ ■“** 
developmental expeclaneea designed M provide competency In the executive acti 7 
areas considered in the executive qualifications review process. 
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Exporlence . Each IDP .uit Include pertlclputlon In • current 

•Kp«rlence ulth iTrclclpentu rupM^il 

K 4 . ^ prorlded by cither Cover turn t or iioo*<>overooeiit tourcee but it 

nd*4n«ctivme^ ^ “**“** •“•t proaot* eoapetence 

«t.Ml.hln*.. .u.rUo, kuouUd,. of .xecutlu; role. In Hv.:^ 

— toe competency ercee (or executive activity areft Cron the quail flea Clone review 
latter L •PP«val of a eourae or progra. by .ending a 

iu,*:: i.,r. r.t'i:. **• 

4aalatant Director for Training and Developnant 
O.S. Office of Peraonnel Hanageaaant 
, 1121 Vermont Avenue, NU 
Ateshlivxna, 11.C. 20044 

Vten a eourae or program Is approved, 0P« will notify the ecenclea OPm »k-. 

CMtliw tTmil to? program, to enanre they 

-pproyal and motlf^ti at<J^U.” * ‘•~*"** ” •^ta them, 0P« will rescind 

_ (b) J)PM mill conalder Individual exemptlona to thl. requirement* hoteevar fw>u 

interagency. eSU”re^le!:S^'Slni^ 

(3) |g?l®| Advl^ora. Each participant In an S2S eaadidata davalopMt procraa anat hev« 

■ ^ ^t«**nti hAlp.eandtdataa prljlra 10 P»« hjlp 

■ " ,^^tor.,toa eaad^taVa prt^ee, Agdaclai 

«• Cartlflention . 

(bl I Wt*?r "Sxncutlva Pereonnal Trnneactlon Fom"; 

(b) A Inttor, signed, by toe (Aalrperson af tha agaacy^e EKB, containing: 

brlaf apprnlaal of tha giraduata'a parformanea dnrlai tha pw*aF-n 

• “ Iet*l?lS?e? ^ l«di,ld«.l. ha. ««c.iefally c<u?latad VlT^ 

~ a^ llll«f location, end date of toe OPM-epproved training experience, 

— the ERB*» approval of the aubalasioti; aod 
SES coi^etinr^oreM Hn'cing the coapleted developmenul aetivltlee mlth the 

(2) The .28.B should eend toe document peekege to It. 5CS agency officer at* 

Office of Dxecutive Personnel 
U.S. Office of Personnel Managemenc 
1900 E Street, NW 
tfeehlngton, D.C. 20415 

*“ Individual baaed on suceeeeful eoapletion of an SES cendl- 
to tof SES^Sr^ program mill remain valid as « basis for Inltlel esrser appointment 

to 2! ^ 3 /ears, or until toe date of Inltlel career eppolntment 

to toe SES, mhichever occurs first. 
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